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ABSTRACT 
Succession planning is a major concept under study specifically in the non-
governmental organizations.  Based on this, the study focused on factors affecting 
succession planning in non-governmental organizations in Kenya. The specific 
objectives were to establish the effect of job analysis, organization culture, 
recruitment, staff training and leadership style on succession planning in the non-
governmental organizations. The descriptive research design was employed in this 
research study. The target population was 64 employees where a sample size of 43 
employees representing 68% of the target population was considered using a stratified 
random sampling technique. Open and closed-ended questionnaires were used to 
gather information from the respondents. Collected data were analyzed using 
qualitative and quantitative techniques. Presentation and analysis of qualitative data 
were through content analysis and descriptive notes while quantitative data was 
presented and analyzed using tables, figures, and charts. The study indicated that there 
is a statistically significant relationship between recruitment, staff training, 
organization culture, leadership style and job analysis. The study recommendations 
were as follows; the organization should implement proper recruitment procedure, 
employees should be trained on a regular basis, the non-governmental organization 
should adopt a culture which is flexible, participative leadership should be adopted in 
the organization and job analysis should be properly stipulated in the organization.                        
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OPERATIONAL DEFINITION OF TERMS 
Job Analysis It is the process through which the component parts of a 
job are identified and used to define requirements for 
selection and development processes. 
Leadership Style This is a style of managing and leading a group or an 
organization based on an organization vision and 
strategy leading to a common goal. 
Organizational Culture It describes norms, values and customs employed by an 
organization used to govern the way an organization 
functions based on its core objectives and ways of 
conducting business operations.  
Recruitment It refers to proactively identifying people who are 
either; not actively looking for job opportunities 
(passive candidates). 
Staff Training It refers to the acquisition of knowledge and skills for   
the purpose of an occupation or task. 
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CHAPTER ONE 
INTRODUCTION OF THE STUDY 
1.0 Introduction 
The aim of this chapter is to highlight back ground information of the study, identify 
problems affecting succession planning by use of objectives, research questions, 
limitations of the study, and the scope of the study. The study concentrated on finding 
out the factors affecting succession planning in Non-governmental organizations. 
1.1 Background of the Study 
A Career Development Plan consists of activities undertaken by the individual 
employees and the organization to meet career aspirations and job requirements 
(Gupta, 2008). According to Bohlander (2009), a career development system is a 
formal, organized, planned effort to achieve a balance between individual career 
needs and organizational workforce requirements. The career of the 21st century is 
measured by continuous learning and identity changes rather than a chronological age 
and life stages.  
From the organization‟s viewpoint, succession planning is a way through which 
organization mentors‟ employees to take over their career by allowing them to 
showcase their capabilities that are related to the organization goals. Thus, it 
constitutes designing a framework that will spearhead career growth and development 
of employees before they retire. Career planning is a continuous process due to an 
ever-changing environment (Brannick, 2007). 
Succession planning plays a major role in the field of human resource management. 
Once employees have a clear idea of the rules of the game, they will be prepared to 
invest in the development that best suits their purposes with a view to moving up the 
career ladder. Succession planning creates a climate of transparency and impartiality 
for all. A well-structured plan should strive to maintain a philosophy of fairness and 
equality of opportunity. Alignment of employee‟s accountabilities with the goals and 
objectives of the institution, division and/or department is critical to ensure the 
success of the strategic plan and mission of the organization (Strange, 2008). 
Career and succession planning covers all levels of employees whereas succession 
planning is generally required for higher levels of executives. Succession planning 
motivates employees and facilitates the continuity of an organization (Smith, 2005). 
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In short, the organization employs training and development programmes to 
administer and grow employee‟s ability which turns out to be a motivating factor in 
the long run. 
Development Process can be explained in three steps; setting expectations, (where the 
employee sets up a Personal Development Plan (PDP); checking progress and 
evaluating results. The Performance Development Process supports training and 
development, succession planning, recruiting, career development and corrective 
action (Strange, 2008).  
According to Viteles (2007), indicates that training propels the desired action. This 
will involve making sure that employees in the organization understand their roles and 
duties before they are trained on the necessary skills required to accomplish 
organizational needs. He further alludes that empowerment training is more remedial 
and it prepares for collaboration and higher-level performance. The main priority of 
human resource development programmes is to equip employees with necessary skill 
sets so that organizational and employee needs can be met easily with an aim of 
improving customer service experiences. 
1.2.1 Profile of World Food Program 
World Food Programme (WFP) is a humanitarian organization whose sole mandate is 
to fight hunger across the globe while at the same time offering food assistance 
services in emergency areas and working with communities to improve nutrition and 
build resilience Prior to its commitment to end hunger and improve nutrition by the 
year 2030, one in nine people worldwide still do not have enough to eat. Food and 
food-related assistance lie at the heart-fighting hunger and poverty levels. 
In recent years, the organization has championed the development of a people strategy 
based on their vision, employee views and their best practices in field assignments. 
The main aim of creating people strategy was to build a competent workforce with the 
required skills which will advance the organizations goal of providing humanitarian 
response while at the same time working towards achievement of Zero Hunger 
Challenge worldwide.   
However, the organization is currently tackling long-standing issues such as career 
management. At the moment, managing employee career development programmes at 
WFP has faced uncertainty decisions regarding reassignment and promotion that do 
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not resonate with employee career development plans and succession planning 
requirements. Moreover, it is also apparent that changing talent and skills needs of the 
organization has not been addressed to the latter.  
Consequently, gender is issues at WFP have been a complex topic on the rise. The 
organization made sure this gap was covered in the people strategy agenda. This 
entailed building a diverse workforce by prioritizing gender by aiming for gender 
parity. This also incorporated all other types of diversity trough: stronger leadership 
commitment, visibility, and accountability; more inclusive mindsets and behaviors‟ 
and more flexible talent and career management systems that facilitate strengthening 
diversity of their workforce. To address changing talent and skills needs, the 
organization structured work on which key skills need were strengthened and 
acquired, they articulated career frameworks, and provided a framework through 
which employees can learn and develop their skills. Thus, using WFP as a case study 
will be appropriate in terms learning how they initiated succession planning to address 
its predicament. 
Figure 1.1 Organization Structure for World Food Program 
 
 
 
 
 
 
 
 
 
Source: World Food Programme (2018) 
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1.2 Statement of the Problem 
Organizations should consider the importance of succession planning before the 
departure of top-level management. Nevertheless, it is worrisome that today, despite 
program initiatives, policies and support from the government, many NGOs have 
failed to initiate succession planning projects as required by the Kenyan authorities 
(Onyango, 2014). For NGOs to succeed, they must have a human resource body that 
is supportive of their objectives and goals. This is based on the fact that many 
organizations recognize the importance of having a human resource body which is 
sustainable to a competitive advantage.  According to Kleinsorge (2010), many NGOs 
fail to enhance sufficient capacity building programs needed to spearhead human 
resource competencies. In the end, organization conflict and low participation from 
shareholder‟s derail succession planning, especially in developing countries.  
On the other hand, many NGOs locally operate and focus on projects rather than 
employee capacity building. Thus, they think less of promoting human resource 
competencies which are key towards succession planning. This is supported by 
Onyango (2014) who asserts that many organizations lack the capacity to recruit the 
right employees at the right place and time.  Also, in most NGOs, employee turnover 
is usually high and unprecedented which in turn subverts organization. On the other 
hand, Greer and Virick (2008) assert that succession planning is an activity that 
organizations adopt and utilize to maintain the already achieved goals and objectives. 
Samuel (2013) observed that several NGOs do not address the social issues of their 
beneficiaries. Considerably, Kleinsorge (2010) suggest that such alignment offers 
NGOs an opportunity to enhance a systematic progression aimed at recognizing, 
establishing, and stimulating the growth of positive elements in the entity‟s resource. 
Based on this background, a study is necessary to elaborate on factors affecting 
succession planning in non-governmental organizations in Kenya.       
1.3 Objectives of the Study 
1.3.1 General Objective  
To determine factors affecting succession planning in non-governmental 
organizations in Kenya with specific reference to World Food Programme. 
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1.3.2 Specific Objectives  
i. To establish how recruitment affects succession planning in non-governmental 
organizations in Kenya. 
ii. To determine how staff training affects succession planning in non-
governmental organizations in Kenya. 
iii. To find out how organization culture affects succession planning in non-
governmental organizations in Kenya. 
iv. To assess how leadership style affects succession planning in non-
governmental organizations in Kenya. 
v. To determine how job analysis affects succession planning in non-
governmental organizations in Kenya. 
1.4 Research Hypothesis 
The study tested the following null hypothesis; 
HO: There is no significant relationship between recruitment and succession planning 
in non-governmental organizations in Kenya. 
HO: There is no significant relationship between staff training and succession planning 
in non-governmental organizations in Kenya. 
HO: There is no significant relationship between organization culture and succession 
planning in non-governmental organizations in Kenya. 
HO: There is no significant relationship between leadership style and succession 
planning in non-governmental organizations in Kenya. 
HO: There is no significant relationship between job analysis and succession planning 
in non-governmental organizations in Kenya. 
1.5 Significance of the Study 
The study will be helpful top the management of World Food Program and its 
employee by gaining a clear perspective concerning the relationship between career 
and succession planning and the factors influencing its occurrence. 
Researchers who are doing related study will benefit by using this research as their 
secondary data. The research will also propose other areas which the researcher can 
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explore further. They can also do another research in the same way to weight the 
trend. 
Government of Kenya will use the research findings to initiate retirement plans for 
staff who are about to retire. They may also use the research to develop policies to 
facilitate smooth management transition in major non-governmental organizations. 
Other relevant organizations will use the research to reverse and reshuffle 
management in various departments. They will also use the research to incorporate 
training programmes to equip junior leaders with the necessary skills before they take 
up leadership roles.  
1.6 Scope of the Study 
The study focused on factors affecting succession planning in non-governmental 
organizations in Kenya with specific reference to World Food Programe located in 
UN Headquarters in Gigiri. The target population was 64 employees from which a 
sample of 4 respondents was drawn which constitute 68%. The study took a period of 
three months as from January 2018 to March 2018. 
1.7 Chapter Summary 
This chapter explained succession planning in non-governmental organizations in 
Kenya. Additionally, the chapter also elaborates challenges NGOs face in terms of 
adhering to recruitment procedures, staff training, culture that supports succession 
planning, leadership style in place and the role of job analysis towards succession 
planning. Consequently, the chapter also highlighted the significance of the study to 
non-governmental organizations, scholars and other third-party organizations.   
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CHAPTER TWO 
LITERATURE REVIEW 
2.0 Introduction  
The main purpose of this chapter and literature review was to understand what 
other writers have written about factors affecting succession planning in non-
governmental organizations in Kenya. This chapter appreciates what other writers, 
scholars and authors have written about this field of study and access empirical 
review of the study and the summary of the studies conducted in relation to the 
problem under investigation. 
2.1 Theoretical Literature Review 
2.1.1 Game Theory  
Game theory is a discipline under the decision theory that explains how 
interdependent decisions are made. The theory mainly involves analyzing 
mathematical models that determine the extent to which conflict and cooperation 
between key decision makers with a common goal.  All of such situations call for 
strategic thinking and making use of available information to devise the best plan 
to achieve ones‟ objectives (Watts & Tucker, 2004). 
Moreover, game theory is a major concept that highlights interdependent decisions 
based on the evaluated option that functions on a player‟s choice. In relation to 
Non-governmental organizations, succession planning involves passing leadership 
role from one generation to the next. Applying the concept to succession planning 
in NGO‟s, the theory deposits itself as a main framework for evaluating and 
examining succession patterns in terms of key decisions and choices made by 
decisions makers concerning leadership ranks about an organization. The primary 
contribution of game theory is demonstrating the application and understanding 
decisions and outcomes of succession events (Dunemann & Barrett, 2004). 
2.1.2 Leadership Model Theory 
The concept of leadership theory was developed by companies that wanted to 
change existing leadership structure that has dominated business strategies and 
direction. According to Ibrahim, Soufani, & Lam (2001), they affirm that the sole 
mandate of leadership theory was to make sure succession planning is in place to 
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not only maintain redundancy in management but also to draft retirement 
programs for retiring managers. The model also ensures that new leadership are 
well groomed and established to take over an organizations responsibility with an 
aim of preventing future conflict of interest. 
Consequently, the theory also depicts how thriving organizations can maneuver 
without the presence of their founders. This means corporations either not for 
profit or cooperatives have projections that are somewhat related but 
fundamentally separate from the founders.   Bjuggren & Sund (2001) support this 
by acclaiming that companies should strategize succession planning programmes 
early by instituting continuous operations that simulate how an organization will 
continue to thrive without its founders. However, the authors advised that 
leadership model theory will highly depend on the style of leadership in place. 
This is based on the fact that succession planning varies on how an organization is 
managed. 
2.1.3 Requisite Organization Theory 
According to Requisite Organization Theory, determining employee capability is a 
fundamental concept that is highly considered when formulating a succession 
planning strategy which is measured at a specific time interval. This means that a 
specific time interval or horizon is the duration of time that is strategically pre-
planned. The theory also avails the ability of companies to prepare employees to 
handle complex situations (Shepherd & Zacharakis, 2000).  
Managers apply this theory to evaluate subordinates-once-removed and 
subordinates-twice-removed to determine potential capability. This is usually 
achieved through identification of critical talent that will steer succession planning 
strategy by recording employees age and the main time horizon important data 
sheet. The primary purpose of the sheet is to allow companies to visualize 
employee performance index and select the best-qualified candidates. (Bird, 
Welsch, Astrachan, & Pistrui, 2002). 
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2.2 Empirical Literature Review 
2.2.1 Recruitment  
Recruitment encompasses many methods such as advertising for positions and 
screening talented and competent applicants by performing a series of tests and 
interviews. It also incorporates a selection strategy to identify candidates based on test 
and interview results. This ensures that candidates are selected based on their mandate 
to fulfill their roles effectively once they are employed. Thus, recruitment plays a 
significant role when sourcing, identifying and securing competent employees on a 
short-term basis, given management goals and legal requirements (Edgar and Geare, 
2005). 
Recruitment for candidates refers to proactively identifying people who are either; 
candidates who are either passive or active and are searching for job opportunities. In 
NGOs, they acknowledge the presence of active candidates‟ recruitment process 
through databases and job boards. Though many scholars find it had to accurately 
define active and passive candidates, organizations consider such terms as irrelevant 
since the status of many candidates can change with time through a simple phone call 
conversation from recruiters. The status of being an "active" or "passive" candidate is 
fluid and changes depending on the circumstances, including the position being 
offered (Robbins, 2005). 
Consequently, organizations usually categorize recruitment as either push or pull 
activities. Activities that mainly focus on target audience are push activities while pull 
activities refer to candidates who are drawn to apply for an available opportunity on 
their own.  In short, organizations employ push activities as a direct marketing 
process thus allowing candidates to discover for themselves about the organization's 
activities and opportunities. On the other hand, organizations may employ pull 
activities indirectly when marketing the same concept. Both ideally result in 
applicants becoming interested and the interest triggering a response (Schein, 2000). 
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Organizations that employ recruitment activities use various methods to select and 
find suitable candidates for available job opportunities. Today, recruitment is done 
through online platforms and career referral sites and other third-party partners or 
organizations such as trade associations. It is also apparent to note that organizations 
devise new techniques for recruiting candidates based on employment history changes 
and competitive forces aligned to the same idea or concept. Thus, the establishment of 
new businesses highly relies on the recruitment and selection process. There are 
several pieces to the recruitment and selection process: recruitment candidates, 
reviewing and tracking applicants, conducting interviews and selection for 
employment (Cole, 2002). 
Tracking applicants and applications and reviewing resumes is another important step 
in the employee recruitment process. Consistent scanning of candidates who 
obviously do not meet the minimum requirements for the job while an employment 
interview is to narrow the field of applicants to send for consideration by the hiring 
manager (Denison, 2001). 
Another employee recruitment technique employed by organizations is face to face 
interviews. This involves reviewing submitted applications and resumes before 
inviting them for interviews. /The process ensures that all qualified candidates receive 
the same information from employment specialists before the interview process 
begins. In many companies, there is an additional interview with the same hiring 
manager for perhaps a panel of interviewers (Cascio, 2005). 
The organization also inform qualified candidates of pre-employment matters which 
encompasses their background history, test results and if possible required licensing 
information. Terms of recruitment may change or vary depending on the positions 
available to candidates. For example, in situations where negotiation terms of 
employment are considered such as salaries and compensation benefits, employment 
terms and offers may change until the candidates and the employer agrees on 
employment terms and conditions. An employment offer should always be in writing 
to document the terms of your agreement with your prospective employee (Fleishman, 
2005). 
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In most organizations, recruitment and selection are the main core activities of human 
resource management. Unfortunately, many employee specialists fail to administer 
recruitment and selection process. This means that organization recruitment and 
selection techniques can be employed as avenues for change with an aim of sustaining 
employee commitment needs to achieve high-performance levels. In developed 
countries, organizations usually prescribe to the best person for the right job model. 
This has achieved higher status in free market economies (Margolis, 2003). 
2.2.2 Staff Training 
According to Ronen (2000), managers must provide additional experience to develop 
and broaden knowledge and skills and courage. Staffs need to attend internal and 
external courses dealing with specific areas of skills knowledge and management. 
Staff training helps to improve the self-confidence of an employee. This enables him 
to approach and perform his job with enthusiasm. Training employees can make them 
perform better hence reduce control. Training helps an employee to use various safety 
devices. They can handle the machine safety and become less prone to accidents. 
Through training, and employee can develop himself and earn a quick promotion. 
Lastly, training is the available asset to an employee in that he develops new skills 
and knowledge (Paul, 2006). 
The purpose of staff training is to improve the knowledge and skills and to change the 
attitudes. This can lead to many potential benefits for both individual and 
organization. Training can, therefore, increase the confidence, motivation, and 
commitment of employees. It also gives the feeling of personal satisfaction and 
achievement and broadens opportunity for career progression, helps to improve the 
viability as well as the quality of staff, increases the level of individual and 
organizational competence (Armstrong, 2006). 
Denison (2001) states that adequate training and availability of better management 
information and some forward thinking leads to a reduction of all types of risks and 
quick customer order processing. She concluded her research by saying that 
distribution planning in organizations continues to improve and become more 
responsive to changing circumstances. This can be achieved through leadership skills 
through the provision of high standards training focusing on the outcome rather than 
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processes. As a result, training provides individuals with personal growth by 
providing knowledge, awareness, and skills. This makes them work confidently and 
be focused and decisions made will be of high value. On the job training involves 
induction of newly hired employees in organizations. It trains them in areas that are 
related to their jobs. It helps to familiarize them with operations that they will be 
entitled to in the organization. In job training, there is verbal instruction, a 
demonstration on how they are entitled to do it. Its main advantage is that it is learned. 
A stated by Armstrong (2006), systematic staff training is based on four simple 
methods which include; defining training needs if it is based on training or learning 
new opportunities and decides what sort of training is required in satisfying needs. In 
order for training to be effective, he stressed the need to use experience. Various 
methods are used to offer training. Training is a major component in enhancing 
business skills within any organization. Companies keep employees up to date with 
the latest knowledge and skills for running a business online. E-learning programmes 
which sale millions of shillings by training online. 
The training implications of all the preceding issues are enormous, especially for 
managers who will be working with people. Rothwell and Kolb (2009) noted that 
there is an increased emphasis on using training as a tool for coping with, managing 
and anticipating the rapid market changes occurring in work organizations today. 
These issues make it obvious why the training business is a growth industry. 
Managers need to provide on the job training to integrate unskilled youth into the 
workforce while working with job incumbents and other managers who previously 
may not have been a traditional part of the workforce. Supervisors need to perform 
these activities at a time when jobs have become increasingly complex and national 
and international competition is more intense.  
For the managers, the training implications for being able to manage such an 
emphasis are enormous. Managers are expected to understand and manage the process 
of achieving quality as well as learning to manage team efforts which are likely to be 
emphasized as a way of achieving success. Added to the fact that organizations are 
operating in a more complex environment, downsizing, on the other hand, has 
affected almost everyone in the United States. Thayer (2007) notes that there are 
many explanations for downsizing but in part, it is a response to organizations that are 
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trying to be more flexible, responsive and competitive. Thayer also notes that the 
political climate is having an impact on training programs. Thus, for example, part of 
the decision process involving welfare systems is programmed to return people to the 
world of work. The successes of these programs in finding jobs for an individual as 
well as providing training remain relatively unknown at the time. 
Goals and the objectives are the key steps in determining a training environment, and 
unless they are specified, there is no way to measure success. Organizations are 
becoming aware that understanding their training needs is a critical component of 
strategic planning. Understanding the capabilities of people in the organization is part 
of the roadmap you need as part of the planning process. Ronen (2000), states that “as 
both economic conditions and technological developments change rapidly, the ability 
to adapt to these changes becomes the essence of future competitiveness. Adaptation 
involves three processes: identifying the areas needing change; planning and 
implementing the actions necessary to make the change and evaluating the 
effectiveness of the changes.” 
Understanding the capabilities of the workers is a critical part of identifying the areas 
needing change. It is not possible to make the strategic change unless you understand 
whether your present workforce can support the change, or whether they need further 
training, or whether you require combination training and new personnel. A “let‟s do 
it in our heads” approach or a “we know it all already” approach simply doesn‟t work 
in today‟s dynamic and competitive world. Training should be viewed as an activity 
that should be undertaken by performing a set of tasks in a sequential order in each of 
its three phases such as pre-training (planning and designing), training (implementing) 
and post-training (application and evaluation). It is a joint activity of three such acts 
as providers (training institutions or trainees), receivers (trainers) and hence its 
success depends very much on collaborative efforts of all these actors (Goldestein & 
Kevin, 2007). 
According to Robbins (2005), staff training is a learning experience. It seeks a 
relational permanent change in an employee that improves job performance. It has 
been estimated for instance that US business firms alone spend billions of dollars each 
year on a formal course and training programs to develop workers‟ skills and 
managers. 
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Drucker (2007) believes that we are moving from an industrial to a knowledge 
society. In an industrial society, the workers do not own their own tools. But I a 
knowledge society, workers carry their own knowledge both in their head and in their 
computer, and they can transport it from job to job. However, even skilled employees, 
the rapid change in technological development require a continuous learning 
philosophy. Also, organizations are discovering that humans are their critical resource 
and that a commitment to training and continuous learning is crucial for them to 
remain competitive. This has driven some organizations to outsource some of the 
training activities and depend on other companies to do everything from designing 
training programs to actually providing the training for their employees. 
According to Drucker (2002), staff training gives employees confidence in handling 
the job assigned to him enabling him to achieve the level of performance required by 
the job to be handled by him will give him job satisfaction and boost his morale and 
self-confidence resulting to security and esteem which will make him committed to 
the organizations goals, higher output of quality of goods which helps employees to 
increase quality and quantity of his output through improvement in work methods and 
better use of resources since with trained workers, the enterprise  can apply its 
financial, physical and human resources in a better and more economical way. 
The purpose of training is to improve employee‟s performance in their current job and 
or equip them for more demanding roles or a change in their role in the future.  He 
also argued that the training is expensive in that special instructors may have to be 
employed, an external course must be financed and the internal course requires 
resourcing with materials, personnel, and physical facilities. Training benefits both 
the organization and the individual worker in the following ways which include: 
productivity and quality of work improve, job satisfaction might increase employees 
to become more flexible, seek to improve and develop knowledge, skills, and attitudes 
of employees and the organization need not fear the consequences of new technology. 
Training is the act of increasing the knowledge and skills of an employee for doing a 
particular job (Margolis, 2003). 
Drucker (2002) defined staff training as the process of increasing the knowledge and 
skills of an employee for doing particular jobs. In industry, it implies impacting 
technical knowledge, manipulative skills, problem-solving ability and positive 
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attitude. On the other hand, development means growth in all aspects. An 
organization makes arrangements for the efficiency of management. To him, need for 
training arises because of non-availability of trained personnel, sustainability of 
enterprise need and proficiency is the latest method. 
2.2.3 Organization Culture 
According to Schein (2000), the concept of organizational culture has gained wide 
acceptance as a way to understand human systems in the past 25 years. Culture is alsa 
an internal integration, that has worked well enough to be considered valid and 
therefore, to be taught to new members as the correct way to perceive, think, and feel 
in relation to those problems (Schein, 2000). 
According to Morgan (2000), the strength of an organization focuses attention on the 
human side of organizational life and finds significance and learning in even its most 
mundane aspects (for example, the setup in an empty meeting room). Organization 
culture is important in crafting functioning systems that share a common purpose 
based on the desired outcome. Thus, managers must accept the behavior of 
organization culture dimensions. Morgan further opines that peoples should question 
and drive to understand what impact they can bring into an organizational setting. 
This means that organizations are easily affected by perceived relationships when 
administering changes to its environment which in turn affects basic assumptions on 
what an organization stands for. 
Morgan (2000) stated that “We choose and operate in environmental domains 
according to how we construct conceptions of who we are and what we are trying to 
do. And we act in relation to those domains through the definitions we impose on 
them”. The norms and values of an organization identifies what their environment is 
like and a much greater tendency is paramount to realize themselves than is usually 
believed (Strange, 2008). 
According to Schein (2000), cultural analysis is especially valuable for dealing with 
aspects of organizations that seem irrational, frustrating, and intractable. To stress his 
statement Schein states that “The bottom line for leaders is that if they do not become 
conscious of the cultures in which they are embedded, those cultures will manage 
them. It is significant that Schein uses the plural "cultures. Using open- systems 
concepts, we know that members of a group culture may also belong to subcultures 
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within an organization. But sometimes, as in many orchestra organizations, the 
subcultures have had different experiences over time, and their group learning has 
produced very different sets of basic assumption.” 
In contrast with "single-loop" learning, or the process of solving problems based on 
an existing set of assumptions, double-loop learning also involves becoming aware of 
a group‟s underlying assumption set and continually inquiring whether it is still useful 
for the task at hand (Sherman, 2009).  
Changing organization culture is a heavy investment since culture in an organization 
is deeply rooted in the history and comprehensive experience. In such situations, 
Strange (2008) suggests that outsourcing for advice from outside organization should 
be a change agent in most organizations. Without external assistance, it will be nearly 
impossible for organizations to discover organizational changes (Strange, 2008). 
Organization culture is a multi-disciplinary field that resonates with other 
organizational fields to describe psychological events experiences, norms, beliefs of 
an organization. It truly reflects a set of values and norms that people working under 
the same umbrella share in common and how they with each other and with 
stakeholders outside the organization (Strange, 2008). 
Ravasi and Schultz (2006), state that organizational culture is a guide interpretation 
and action in organizations by defining appropriate behavior for various situations, 
although organizational culture is holistic, historically determined, related to 
anthropological concepts, socially constructed, soft, and difficult to change.  
Organizations that have initiated strong culture respond to changes that align with 
their values and beliefs much quicker. Having a strong culture helps organizations 
execute important decisions and at the same time refine existing procedures to cement 
their stands and beliefs. On the other hand, organizations that have a weak culture 
often have weak values that are not aligned with its values and beliefs. Studies have 
shown that organizations that embrace strong cultural values and norms motivate 
employees to adhere to it as well. In the service sector, the initiation of a strong 
culture will advance organization to encourage its members to be responsible when 
handling customer needs since service delivery are their main agenda (Strange, 2008). 
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It is also apparent to note that organization culture improves employee motivation and 
loyalty, encourage employees to form strong bonds across various organizational 
departments and promote work ethics and consistency. This will in turn shape 
employee behavioral patterns thus improving work efficiency within the organization. 
Ravasi and Schultz (2006) noted that "A quick and easy way to refer to a mode of 
thinking that people engage when they are deeply involved in a cohesive in-group 
when members' striving for unanimity override their motivation to realistically 
appraise alternatives of action." Thus, shifting employees thinking and conduct will 
highly depend on the strong culture that has been practiced by the organization for 
quite some time (Strange, 2008). 
Schein (2000) mentions that advancement in organizational culture  is mainly due to 
external adaptation and internal integration. In connection toe external adaptation, it 
clear that for organizations to survive and achieve its objectives, there must be an 
external force that reflects and shapes the embraced culture from the outside realm. If 
the culture is sustainable, it will provide an avenue through which competitiveness 
flourishes. Moreover, it is paramount to note that internal adaptation within an 
organization is key towards its existence. This is because organizational values are 
formed through a cohesive bond within the workforce. Also, work culture does 
promote organizational norms and values on a daily basis. 
Decenze (2005) accounts that an organization code of conduct must be specific 
depending on the industry and company. The practice of ethical standards must be 
envisioned to reflect the actual dilemma employees face in the organization. 
Accomplishing ethical standards should be subject to ethical training programmes 
within the organization that has a comprehensive communication network for 
reporting any pressing issue across various departments.  Research suggests that 
unless the ethical behavior is rewarded and unethical behavior punished, written codes 
of conduct are unlikely to be effective in the long run (Decenzo et al, 2005). 
2.2.4 Leadership Style 
Leadership is a very influential part of any organization and can affect all other 
aspects of the organization the major factor being the performance of the entire 
organization. Leadership in an organization is what inspires workers and employees to 
follow the organization‟s mission, vision and goals and want to achieve them, it 
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organizes and mobilizes people to tackle and solve problems, and it takes risks and 
leads employees into new territories while maintaining order and well-being in the 
organization.  In recognizing the importance of leadership, we can establish that it has 
a significant influence on various other aspects of an organization in the long run 
though initiating strategies that will guarantee improvements. In relation to this, Cole 
(2002) opines that dynamism in leadership make it an essential element over a period 
of time and in a particular organizational context influence an entire organization to 
function on a common goal   
Autocratic style of leadership means the leader makes important decisions without 
much regard to the subordinate staff. In the end, organization outcome from decisions 
imposed by the autocratic leader projects an organization managed by a confident 
leader. On the contrary, the style of leadership makes the subordinate staff rely on the 
leader to make decisions thus supervision may be a key aspect to be considered 
(Koontz, 2007). 
Although people disregard the dictatorial style of leadership as paternalistic, 
organizations that have dictatorial leaders ensure that employee interests are always at 
the forefront agenda of the leaders. Thus, employing a democratic style of leadership 
ensures that employee motivation gap is fulfilled compared to the autocratic style of 
leadership. In a democratic organization setting, communication pattern is usually 
downwards but the organization encourages upward and constant communication to 
improve employee morale (Koontz, 2007). 
Alex (2000) defines Laissez-faire leadership style, based on how staff manages their 
own areas of the business; the leader, therefore, evades the duties of management and 
uncoordinated delegation occurs. Communication pattern in this style is horizontal 
and equal across an organization. However, compared to other styles of leadership, 
communication is not frequent. The important aspect of this type of leadership is that 
it portrays a highly professional workgroup of creative employees which on the 
contrary, may be deliberate due to poor management style. As a result, lack of clear 
focus from the leaders which may hinder the sense of direction and organization 
performance in the long term. 
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Alex (2000) affirms that effective managers understand and know when to shift their 
style of leadership if it is not suitable. In many instances, organizations that value 
results and profitability will tend to focus their attention on products and projects 
while organizations care more about employee performance focus mainly on their 
well-being. In short, the preferred management style depends mainly on resources 
available, employee skill sets, projected organizational results set before the 
organization (Alex, 2000). 
Managing employees based on a particular style of leadership must be communicated 
properly. Critical issues such employee tasks and responsibility must be defined in 
advance before any project is tackled. Employees should understand their roles and 
how their expertise and experience blends with the prescribed leadership style. 
Moreover, managers exercising leadership styles must incorporate employee input 
and describe the significance of their duties and tasks. For this to be achieved, 
mechanizing efforts to address crucial organizational challenges must be key. The 
organization must inform their employees the reason for them to clear their paths so 
when a problem does arise, they are informed in a timely manner (Alex, 2000). 
2.2.5 Job Analysis 
Job analysis is the process through which the component parts of a job are identified. 
Primarily, it is used to define requirements for selection and development processes, 
but also has applications in areas such as organizational change, performance 
appraisal, job classification, reward systems, and the legal defense of selection 
processes. As a job analysis is such a vital foundation for many subsequent processes, 
it is essential that it is conducted effectively. The process can be either task-oriented 
or person-oriented. Task-oriented approaches seek to divide a job into its various 
tasks, activities, and responsibilities, while person-oriented approaches focus on the 
underlying skills and attributes required by successful performers. A combination of 
both approaches is desirable in order to elicit the most complete picture of a job. It is 
useful, where possible, to use several different groups of participants in a job analysis 
process. Although job-holders can usually offer the most insight into their jobs, the 
input of their managers, subordinates, customers, and colleagues can provide 
additional insights by examining the job from all angles (Viteles, 2007). 
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Three popular job analysis methods are described below, namely: the Critical Incident 
Technique (CIT), Hierarchical Task Analysis (HTA), and the Position Analysis 
Questionnaire (PAQ). The person-oriented method requires participants to describe, 
in detail, incidents in which they either succeeded or failed to achieve an objective. 
From this description of what occurred, together with the events preceding and 
following the incident, it is possible for the job analyst to make inferences about the 
underlying behaviors and cognitions that are related to effective performance.  HTA, 
heavily task-oriented, essentially involves dividing a job into its component tasks and 
sub-tasks (Wilson, 2007).  
These tasks are then hierarchically arranged, together with plans illustrating their 
interrelationships, into an HTA diagram. The PAQ, primarily a person-oriented 
method, is a structured questionnaire that requires participants to assess the job 
against each of almost 200 job elements. Although relatively complex, the PAQ yields 
a wealth of quantitative data that can be used to compare different jobs in detail 
(Schneider et al, 2009). 
Depending on the method of analysis chosen, the CIT can provide either type of data. 
The highly-structured PAQ is a commercially-packaged method requiring extensive 
training. The CIT and HTA meanwhile can be adapted as necessary once the basic 
method is understood. Finally, in HTA the job analyst usually examines the job 
directly, using methods such as observation to collect data. In the PAQ and CIT, 
however, the job analyst examines the job indirectly through the reports of others 
(Brannick, 2007).  
As is true of any job analysis method, none of these three methods is entirely 
satisfactory when used in isolation. However, when used together they are highly 
complementary, addressing each other weaknesses and harnessing each other 
strengths to provide a very rich and detailed picture of a job. Combining different 
methods to conduct a job analysis is referred to as a multi-method approach. When 
using such an approach, the job analyst should look for convergence in the findings of 
the different methods (Peterson, 2005).  
Since the primary use of job analysis is to define the requirements for selection and 
development processes, the output of a job analysis is usually a competency model. 
Although there is disagreement among experts on exactly what constitutes a 
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competency, a relatively accepted definition is those skills, attributes, traits, and 
bodies of knowledge that are required for effective job performance. In addition, the 
competency model should also include a number of indicators that suggest how the 
competency is demonstrated (Franklin, 2005).  
For example, creativity may be required by marketing managers, and this might be 
demonstrated by the specific indicator that they generate novel and useful ideas for 
advertising campaigns. Finally, a competency model should also contain ratings of the 
relative importance of each competency and an indication of whether each is 
„essential‟ or „desirable‟. Such importance ratings should be derived directly from the 
job analysis, where possible, or otherwise from the views of experts within the 
organization (Morsh, 2004). 
Once a job analysis has been conducted, assessing the resultant competency model is 
important, although this is a frequency neglected step. Reliability is concerned with 
whether the job analysis process yields consistent results and is usually assessed by 
statistically calculating the agreement between those people who have analyzed the 
job. Validity is concerned with whether the competency model accurately represents 
what it purports to the components of the job. Usually, this is determined by 
administering tests - that are designed to measure the competencies identified - to a 
sample of job-holders. Their scores on these tests are then statistically correlated with 
their job performance, with highly positive correlations indicative of validity (Hartley, 
2005).   
2.3 Summary and Research Gaps 
Edgar (2005) identified training and development, employer-employee relations, 
recognition through rewards, culture building, career development, compensation, 
and benefits has important succession planning strategies. While this is true the 
author failed to indicate the influence of recruitment on succession planning in 
non-governmental organizations in Kenya hence the need to address the gaps. 
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Bohlander (2009) states that conventional training is required to cover essential 
work-related skills, techniques, and knowledge, and much of this section deals 
with taking a positive progressive approach to this sort of traditional training 
succession planning. Whereas this is true the author failed to indicate the extent to 
which training specifically affects succession planning in non-governmental 
organizations in Kenya hence the need to address the gaps. 
Ravasi (2006) noted that coordination and supervision are conducted, which are 
directed towards the achievement of organizational aims. Although this is true the 
author failed to indicate how the norms of organizational culture can coincide with 
facts, evolving in operational action in succession planning. This study thus seeks 
to cover this gap by analyzing the effects of organizational culture on succession 
planning in non-governmental organizations in Kenya. 
Koontz (2007) suggest that a democratic leadership style is flexible in any 
organization. Whereas this is true the author failed to indicate how the influence of 
leadership styles directly affects succession planning in non-governmental 
organizations in Kenya hence the need to address the gaps. 
Most job analysis methodologies in rehabilitation provide detailed information 
concerning major tasks, environmental conditions and the physical, cognitive and 
emotional capacities required for the average worker to perform a job (Franklin, 
2005). Whereas this is true, the author failed to indicate the strategies of 
introducing job analysis with respect to the influence of succession planning in 
non-governmental organizations in Kenya hence the need to address the gaps.  
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2.4 Conceptual Framework 
Figure 2.1 Conceptual Framework 
Independent Variables            Dependent Variable 
 
 
 
 
 
 
 
 
 
 
 
Source: Author (2018) 
Recruitment is a core area of human resource management that is used by 
organizations in a prescriptive manner to hire a skilled workforce.  Improvement in 
manpower productivity in non-governmental organizations is attributed to their 
educational and industrial training program that has cemented succession planning 
initiatives in non-governmental organizations. An organization with an open and 
strong culture supportive of creativity and innovation will encourage constructive 
contention discussions towards decisions and actions that will foster succession 
planning.  Moreover, the organization leadership style is the style in which 
organization managers use to lead the organization. In this case, the organization that 
maintains a good leadership style is able to steer a succession planning process which 
ensures that transparency and integrity in the organization. Consequently, job analysis 
is the process through which the component parts of a job are identified. For an 
organization to steer its succession planning initiative, it has to develop processes that 
will seek to divide jobs into various tasks and responsibilities. This ensures a 
complete picture of the job and attributes required to evaluate successful performers. 
Finally, game theory, leadership model theory and requisite organization theory 
identified factors that depict the relationship between dependent and independent 
variables. 
Recruitment 
 
Staff Training 
 
Organization Culture 
Job Analysis 
 
Succession Planning in 
NGOs 
   
Leadership Style 
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2.5 Operational Framework 
According to Shuttleworth (2015), is the definition of research variables into factors 
that are measurable in empirical and quantitative terms, while enhancing quality of 
results and robustness of the design. 
Table 2.1 Operational Framework  
Independent Variables Measurement of Parameters 
Recruitment - Sourcing channel 
- Employee Retention 
- Gender balance 
- Cost of Hiring 
-Time of hiring employees 
Staff Training - Type of staff training 
- Time allotted for training 
- Skills assessment 
- Social ownership 
Organization Culture - Command and authority 
- Doctrine 
- Interface culture 
- Innovativeness 
-Aggressiveness 
Leadership Style - Work ethics 
- People skills 
- Knowledge 
Job Analysis - Performance measurement 
- Job evaluation 
- Job enrichment 
- Job rotation 
Dependent Variable 
Succession Planning 
- Strategic planning 
- Talent assessment 
- Retention and engagement 
- Performance assessment 
Source: Researcher (2018) 
25 
2.6 Chapter summary 
This chapter showcases theoretical literature review, empirical review, summary and 
research gaps, conceptual framework and operational variables. It also explains how 
the theories can be used to derive a meaningful conclusion in relation to the study 
variables and objectives.         
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CHAPTER THREE 
RESEARCH DESIGN AND METHODOLOGY 
3.0 Introduction 
This chapter describes the type and source of data, the target population and sampling 
methods and the techniques that were used to select the sample size. It describes how 
data was collected and analysed by the researcher. 
3.1 Study Design 
The study design is a framework through which researchers generate answers related 
to their research problem. The researcher will use a descriptive research design to 
collect data from respondents. Descriptive research is a scientific method of 
investigation in which data was collected and analyzed in order to describe the current 
conditions, terms or relationships concerning a problem (Kothari, 2005). The design is 
preferred by the researcher because it provides an in-depth analysis of the study 
phenomenon in its nature of occurrence. 
3.2 Target Population  
Target population as defined by Kothari (2005) is a universal set of the study of all 
members of a real or hypothetical set of people, events or objects to which an 
investigator wishes to generalize the result. The study selected 64 employees from 
Human resource department. This is based on the fact that the researcher had a 
reasonable access to employees from the department compared to the entire 
organization. Moreover, the human resource departments store detailed records about 
employee‟s performance, growth, and development within the organization. Thus, 
targeting the department was a viable option. The study then categorized employees 
according to their various position as described in the table below; 
Table 3.1 Target Population 
Category Target Population Percentage  
 Top   Management   6 9 
Middle Management 24 38 
Support Staff 34 53 
Total   64 100 
Source: World Food Program (2018) 
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3.3 Sample and Sampling Technique 
A sample is a small proportion of the targeted population selected using some 
systematic form (Mugenda and Mugenda, 2005). The researcher used a stratified 
random sampling technique because it enables generalization of a larger population 
with a margin of error that is statistically determinable. The sample size was 68% of 
the target population. In order to ensure an equal opportunity for selection, the target 
population was divided into subgroups. This ensured equal proportions of the 
subgroups in the target population as shown below; 
Table 3.2 Sample Size 
Source: Author (2018) 
 
3.4 Data Collection Methods 
Mugenda (2005) describes primary data as first-hand information collected, compiled 
and published for some purpose. This data was collected from the respondents by the 
researcher in form of questionnaires. Since data was from original sources, it involved 
the collection of data by the researcher from own observations and experiences.   
3.5 Pilot Study 
3.5.1 Validity and Reliability of Research Instruments 
The researcher obtained authority from the relevant departmental sections of the 
organization to distribute questionnaires across various departments. Validity and 
reliability of the research instruments considered by conducting a pre-test on three 
respondents. These respondents were not included in the final research study. The 
questionnaires were corrected before the final circulation to ensure that they are able 
to elicit the kind of information needed. It also made it possible for a similar study to 
be reciprocated with consistent outcomes. 
Category Target Population Sample Size Percentage 
Top   Management   6 4 9 
Middle Management 24 16 37 
Support Staff 34 23 53 
Total  64 43 100 
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3.6 Data Collection Procedure 
Questionnaires were hand delivered and collected after a period of two months. The 
types of questions include both open and closed-ended. Closed-ended questions were 
used to ensure that the given answers are relevant. To ensure the given answers were 
relevant and applicable, the questions were phrased clearly to ensure the answers 
given were relevant to the study. This method was considered effective because it 
enhanced the confidentiality of the respondents. The presence of the researcher was 
not required since the questionnaires were self-administered. 
3.7 Data Analysis and Presentation 
According to Sekaran (2003), data analysis procedure includes the process of 
packaging the collected information putting it in order and structuring its main 
components in a way that the findings can be easily and effectively communicated. 
After collecting data, the information was sorted, verified, coded and tabulated for 
analysis. Quantitative analysis was used to present data in tables, figures, and charts 
while qualitative analysis was used to analyze data in content analysis and descriptive 
notes. 
3.8 Ethical Considerations 
3.8.1 Informed Consent 
The respondents were fully informed of the mandate and the reason for doing 
research. The study ensured that participants understand the main purpose of the 
study. This, in turn, enabled respondents to decide whether they would like to 
participate or not. 
3.8.2 Voluntary Participation 
Voluntary participation ensures that respondents are not coerced to participate in the 
research. This means that respondents were free to make their own choice as to 
whether they wanted to participate in the study or not. 
3.8.3 Confidentiality 
The study ensured that the respondents information was not disclosed to any person or 
organization. Authorization letter from the University showcased to the respondents 
that the research was for academic purpose.    
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3.8.4 Privacy 
Any individual who opts to participate in a research is entitled to privacy as an ethical 
consideration (Kothari, 2008). The questionnaires were administered in the 
respondents‟ place of work or private areas of preference. During the administration 
of the questionnaires, it is anticipated that there would be no influence or interference 
from other people.  
3.8.5 Anonymity 
To achieve this, the study ensured that codes used by respondents were not shared to 
any third-party organization. Thus, their identity was not revealed to anybody. 
3.9 Chapter Summary 
This chapter showcased and explained research design to be used; the target 
population size and sample embraced and research instruments for data collection. 
Also, this chapter indicated how pilot study was done to verify and validate research 
instruments. Moreover, this chapter explained data analysis techniques and ethical 
consideration measures put in place.   
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CHAPTER FOUR 
DATA ANALYSIS, PRESENTATION AND INTERPRETATION OF 
FINDINGS 
4.0 Introduction  
This chapter analyzes the data collected from the respondents based on the research 
questions.  
4.1   Presentation of Findings  
4.1.1 Response Rate  
Table 4.1 Response rate  
Category  Frequency Percentage 
 Responses   35 81 
Non-responses 8 19 
Total  43 100 
 
Table 4.1 show the analysis on response rate, 81% of the total respondents 
participated in the study while 19% did not participate. From the analysis it can be 
concluded that the response rate was high which indicated that the study was 
successful which concurs with Mugenda & Mugenda (2013), who stated that any 
response of 75% and above is adequate when carrying out the study 
Table 4.2 Gender Analysis 
 
 
 Frequency Percent Valid Percent Cumulative 
Percent 
 Male 19 54.3 54.3 54.3 
Female 16 45.7 45.7 100.0 
Total 35 100.0 100.0  
 
Table 4.2 indicates the gender analysis on response rate. Male respondents were 
indicated by 54.3% while female was represented by 45.7%. Though the number of 
male respondents were higher than that of female the study in complied with one that 
gender rule. 
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Table 4.3 Age Bracket 
 
 
 Frequency Percent Valid 
Percent 
Cumulative 
Percent 
 18-24 years 6 17.1 17.1 17.1 
25-30 years 11 31.4 31.4 48.6 
31-40 years 10 28.6 28.6 77.1 
41 years and 
above 
8 22.9 22.9 100.0 
Total 35 100.0 100.0  
 
Table 4.3 indicate the age bracket of the respondents, 18-24 years was represented by 
17.1%, 25-30 years was represented by 31.4%, 31-40 years was represented by 28.6% 
while 41 years and above was represented by 22.9%. The study indicated that 
majority of the respondent were aged between 31-40 years and this assured the 
researcher the information collected was more reliable. 
 
Table 4.4 Level of Education 
 
 
 Frequency Percent Valid Percent Cumulative 
Percent 
 Secondary 4 11.4 11.4 11.4 
College 11 31.4 31.4 42.9 
University 15 42.9 42.9 85.7 
Post graduate 5 14.3 14.3 100.0 
Total 35 100.0 100.0  
 
Table 4.4 indicate the level of education of the respondents in the organization. Based 
on the analysis, 11.4% represented secondary education, 31.4% represented college 
education, 42.9% represented university while 14.3% represented post graduate. 
Based on the analysis the organization recruited the staff after they had completed 
bachelor level of education. 
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Table 4.5 Duration of Working 
 
 
 Frequency Percent Valid 
Percent 
Cumulative 
Percent 
 Less than 1 year 3 8.6 8.6 8.6 
1-3 years 5 14.3 14.3 22.9 
4-6 years 8 22.9 22.9 45.7 
7-9 years 10 28.6 28.6 74.3 
10 years and above 9 25.7 25.7 100.0 
Total 35 100.0 100.0  
 
Table 4.5 indicate the duration of working of the respondents. Based on the study, less 
than one year was represented by 8.6%, 1-3 years was represented by 14.3%, 4-6 
years was represented by 22.9%, 7-9 years was represented by 28.6% while 10 years 
and above was represented by 25.7%. The study indicated that majority of the 
respondents had worked in the organization for 7-9 years and thus were aware of the 
activities which goes on in the organization. 
Table 4.6 Whether Recruitment affects Succession Planning  
 
 Frequency Percent Valid Percent Cumulative 
Percent 
 Yes 21 60.0 60.0 60.0 
No 14 40.0 40.0 100.0 
Total 35 100.0 100.0  
 
Table 4.6 indicate whether recruitment affect succession planning in non- 
governmental organizations in Kenya, 60% of the respondents stated that it affects 
while 40% said it does not affect. Majority of the respondents stated that the 
organization lacked proper recruitment process and thus failed to follow adequate 
procedure when recruiting their employees. 
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Table 4.7 How often does organization Conduct Recruitment Programs 
 Frequency Percent Valid Percent Cumulative 
Percent 
 Very often 13 37.1 37.1 37.1 
Often 11 31.4 31.4 68.6 
Occasionally 7 20.0 20.0 88.6 
Never 4 11.4 11.4 100.0 
Total 35 100.0 100.0  
 
Table 4.7 indicated that analysis on who often the organization conduct recruitment 
programs, 37.1% represented very often, 31.4% often, 20.0% occasionally while 
11.4% represented never. Though the study indicated that recruitment programs were 
conducted very often the program failed to meet the required procedures. 
Table 4.8 Whether Staff Training affect Succession Planning 
 
 
 Frequency Percent Valid Percent Cumulative 
Percent 
 #yes 19 54.3 54.3 54.3 
No 16 45.7 45.7 100.0 
Total 35 100.0 100.0  
 
Table 4.8 indicated whether staff training affects succession planning in non 
government organizations in Kenya. Based on the analysis, 54.3% of the total 
respondents stated that it affect while 45.7% said it does not affect. The findings 
indicate that majority of the respondents failed to train their employees and thus 
lacked the skills to perform their duties at the work place. 
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Table 4.9 Extent to which staff training affect Succession Planning 
 Frequency Percent Valid 
Percent 
Cumulative 
Percent 
 very high extent 17 48.6 48.6 48.6 
High extent 8 22.9 22.9 71.4 
Moderate 
extent 
6 17.1 17.1 88.6 
Low extent 4 11.4 11.4 100.0 
Total 35 100.0 100.0  
 
Table 4.9 indicate the analysis on extent to which staff training affect succession 
planning in non -governmental organizations. The study indicated that staff training 
affect succession planning at very high extent which was represented by 48.6%, high 
extent was represented by 22.9%, moderate extent was represented by 17.1% while 
low extent was represented 11.4%. The respondents stated that the management failed 
to organize adequate training for their employees and thus affected succession 
planning in non-governmental organizations. 
Table 4.10 Relationship between Staff Training and Succession Planning 
 
Statement Mean Std. 
Deviation 
Ranking 
Training grooms high potential 
employees for future leadership 
roles. 
2.2857 1.29641 2 
Succession planning and staff 
training programs are dynamic in 
nature. 
2.3714 1.23873 4 
The responsibility of HR managers 
is to create training programs to 
equip employees with required skills 
2.3714 1.35225 1 
Organizations allocate resources to 
those who show greatest potential to 
hold future work positions. 
2.5429 1.29121 3 
N=35    
35 
The findings on table 4.10 showed the highest ranked statement is the responsibility 
of HR managers is to create training programs to equip employees with required skills 
which was represented by standard deviation of 1.35225 , training grooms high 
potential employees for future leadership roles was ranked second with a standard 
deviation of 1.29641, organizations allocate resources to those who show greatest 
potential to hold future work positions was ranked third with a mean of 1.29121 while 
succession planning and staff training programs are dynamic in nature was 
represented by a standard deviation of 1.23873 which was ranked. Majority of the 
respondents stated that organization performance was affected by lack of skills by 
employees to perform their duties. This statement concurred with Robbins (2005) who 
stated that staff training is a learning experience. It seeks a relational permanent 
change in employee that improves job performance.  
Table 4.11 Whether Organizational Culture Affect Succession Planning 
 Frequency Percent Valid Percent Cumulative 
Percent 
 Yes 25 71.4 71.4 71.4 
No 10 28.6 28.6 100.0 
Total 35 100.0 100.0  
 
Table 4.11 indicate whether organization culture affects succession planning in non-
governmental organizations. Majority of the respondents represented by 71.4% 
indicated that organizational culture while 28.6% stated that it does not affect. The 
respondent stated that the culture which existed in the organization failed to favor 
succession planning in non-government organization. 
Table 4.12 Rating Organization Culture on Succession Planning 
 Frequency Percent Valid Percent Cumulative 
Percent 
 Very high 13 37.1 37.1 37.1 
High 12 34.3 34.3 71.4 
Moderate 4 11.4 11.4 82.9 
Low 6 17.1 17.1 100.0 
Total 35 100.0 100.0  
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Table 4.12 indicates how the respondents rated organization culture on succession 
planning in non-governmental organizations, 37.1% rated organization culture on 
succession planning as very high, 34.3% as high, 11.4% as moderate while 17.1% 
rated it as low. Majority of the respondents stated that the organization culture was 
not properly understood in the organization and thus affected succession planning in 
non-governmental organizations. 
Table 4.13 Whether Organization Culture affect Succession Planning 
 
Statement Mean Std. 
Deviation 
Ranking 
Organizational culture is relatively stable and resistant to 
succession planning in most organizations 
1.971 0.92309 4 
An organization set of believes or values may hinder 
management decision towards succession planning 
2.428 1.42014 2 
Importing values and beliefs from external environment 
affects succession planning within an organization 
2.628 1.45695 1 
Beliefs, values, and norms regarding succession planning 
embody both tacit and explicit assumptions rooted in the 
culture of the organization 
2.114 1.30094 3 
N=35    
 
Table 4.14 indicate how the respondents ranked the statement based on succession 
planning in non-governmental organizations. The ranking was as follows; on whether 
importing values and beliefs from external environment affects succession planning 
within an organization was ranked first, organization set of believes or values may 
hinder management decision towards succession planning was ranked second with a 
standard deviation of 1.42014, beliefs, values, and norms regarding succession 
planning embody both tacit and explicit assumptions rooted in the culture of the 
organization was ranked third with a standard deviation of 1.30049 while 
organizational culture is relatively stable and resistant to succession planning in most 
organizations was ranked fourth with a standard deviation of 0.92309. The 
respondents stated that lack of strong culture within the organization makes 
employees not to respond to stimulus that is aligned to values and norms.  
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Table 4.15 Whether Leadership Style affect Succession Planning 
 
 
 Frequency Percent Valid Percent Cumulative 
Percent 
 Yes 22 62.9 62.9 62.9 
No 13 37.1 37.1 100.0 
Total 35 100.0 100.0  
 
Table 4.15 indicated whether leadership affected succession planning in non-
governmental organizations in Kenya. The study showed that 62.9% stated leadership 
style affect succession planning in non-government organizations while 37.1% stated 
that it does not affect. The respondents stated that the organization lacked 
participative leadership style and thus failed to improve the employees in decision 
making. 
Table 4.16 Role of leadership in Succession Planning 
 
 Frequency Percent Valid 
Percent 
Cumulative 
Percent 
 Very important 11 31.4 31.4 31.4 
Moderately 
important 
13 37.1 37.1 68.6 
Neutral 7 20.0 20.0 88.6 
Not important 4 11.4 11.4 100.0 
Total 35 100.0 100.0  
 
Table 4.16 indicated the role of leadership in succession planning in non-
governmental organizations. Very important was indicated by 31.4%, moderately was 
represented by 37.1%, neutral was represented by 20% while not important was 
represented by 11.4%.  
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Table 4.17 Rating of Leadership Style on Succession Planning 
 
Statement Mean Std. Deviation Ranking 
Leaders should allow 
employees to participate in 
daily planning activities. 
2.3143 1.27813 2 
The style of leadership should 
allow employees to have a 
direct influence on their work. 
2.2571 1.22097 3 
Leadership is a leading strategy 
that offers inspiring motive to 
enhance the staff‟s potential, 
growth and development 
2.2857 1.20224 4 
Leaders should encourage 
employees to think critically 
and seek new ways to approach 
their jobs as a way of 
stimulating their intellect 
2.3429 1.43369 1 
 
 
N =35    
 
Table 4.17 how the respondent rated leadership style on succession planning in non-
governmental organizations in Kenya. Leaders should must be on the forefront as a 
way of stimulating their intellect was ranked the highest with a standard deviation of 
1.4339, Leaders should allow employees to participate in daily planning activities was 
ranked the second with a standard deviation of 1.27813, style of leadership should 
allow employees to have a direct influence on their work was ranked third with a 
standard deviation of 1.22097 while leadership is a leading strategy that offers 
inspiring motive to enhance the staff‟s potential, growth and development was ranked 
fourth with a standard deviation of  1.20224. Majority of the respondent stated that the 
organization lacked participative leadership which would involve all employees in 
decision making. This statement concurs with the findings of Koontz (2007) who 
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stated that in democratic style, the manager allows the employees to take part in 
decision-making: therefore, everything is agreed by the majority. 
Table 4.18 Effect of Job Analysis on Succession Planning 
 Frequency Percent Valid Percent Cumulative 
Percent 
 Yes 26 74.3 74.3 74.3 
No 9 25.7 25.7 100.0 
Total 35 100.0 100.0  
 
Table 4.18 indicate whether job analysis affect succession planning in non-
governmental organizations in Kenya. The study showed job analysis affect 
succession planning in non-governmental organizations in Kenya which was 
represented by 74.3% while 25.7% said it does not affect. The respondents indicated 
that the organization lacked clear job description and this created conflict and thus 
affected succession planning in non-governmental organizations in Kenya. 
Table 4.19 Rating of Job Analysis on Succession Planning 
 Frequency Percent Valid 
Percent 
Cumulative 
Percent 
 Very large  15 42.9 42.9 42.9 
large extent 11 31.4 31.4 74.3 
moderate 
extent 
5 14.3 14.3 88.6 
low extent 4 11.4 11.4 100.0 
Total 35 100.0 100.0  
 
Table 4.19 rated job analysis on succession planning in non- government 
organizations. 42.9% rated job analysis as very large extent, large extent was 
represented by 31.4%, 14.3%   represented moderate extent while low extent was 
represented by 11.4%. 
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Table 4.20 Whether Job Analysis affect Succession Planning 
 
 
Table 4.20 indicated how the respondents rated job analysis on succession planning in 
non-governmental organizations. Job analysis enables organization to prepare 
performance appraisal reports before making decisions on job succession was ranked 
first with a standard deviation of 1.43662, job analysis possess a much better 
knowledge of their employee‟s strength and limitations was ranked second with a 
standard deviation of 1.26823, many organizations consider succession planning as a 
means to manage organization resources was ranked third with a standard deviation of 
1.26225 while job analysis is used by NGOs to prepare employees of future positions 
was ranked fourth with a standard deviation of 1.13981.The respondents indicated 
that the organization lacked proper job description and thus could not achieve 
succession planning. 
 
Statement Mean Std. Deviation Ranking 
Many organizations consider 
succession planning as a 
means to manage organization 
resources 
2.3714 1.26225 3 
Job analysis is used by NGOs 
to prepare employees of 
future positions 
2.2286 1.13981 4 
Job analysis possess a much 
better knowledge of their 
employee‟s strength and 
limitations 
2.2571 1.26823 2 
Job analysis enables 
organization to prepare 
performance appraisal reports 
before making decisions on 
job succession 
2.3714 1.43662 1 
N=35    
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Table 4.21 Correlation Analysis 
 Recruitment Staff 
Training 
Organiza
tion 
Culture 
Leadership 
Style 
Job 
analysis  
Recruitment 
Pearson 
Correlation 
1 .909
**
 .723
**
 .908
**
 .878
**
 
Sig. (2-
tailed) 
 
.000 .000 .000 .000 
N 35 35 35 35 35 
Staff Training 
Pearson 
Correlation 
.909
**
 1 .773
**
 .913
**
 .911
**
 
Sig. (2-
tailed) 
.000 
 
.000 .000 .000 
N 35 35 35 35 35 
Organization culture  
Pearson 
Correlation 
.723
**
 .773
**
 1 .776
**
 .761
**
 
Sig. (2-
tailed) 
.000 .000 
 
.000 .000 
N 35 35 35 35 35 
Leadership style 
Pearson 
Correlation 
.908
**
 .913
**
 .776
**
 1 .981
**
 
Sig. (2-
tailed) 
.000 .000 .000 
 
.000 
N 35 35 35 35 35 
Job Analysis  
Pearson 
Correlation 
.878
**
 .911
**
 .761
**
 .981
**
 1 
Sig. (2-
tailed) 
.000 .000 .000 .000 
 
N 35 35 35 35 35 
**. Correlation is significant at the 0.01 level (2-tailed). 
 
The study used Pearson correlation to determine whether there is relationship between 
the variables. Person correlation coefficient determines the linear relationship between 
variables which is between +1 to -1. The correlation is considered significant when 
the probability is below 0.05. From the table 4.21 there is strong relationship between 
recruitment, staff training, organization culture, leadership style and job analysis. 
42 
CHAPTER FIVE 
SUMMARY, CONCLUSIONS AND RECOMMENDATIONS 
5.0 Introduction 
The previous chapter presented results obtained from the quantitative data. This 
chapter presents the summary of key findings, conclusions and recommendations of 
the study.  
5.1 Summary of Findings 
The research findings indicate that recruitment positively affects succession planning 
in non-governmental organizations. The respondents indicated that there lacked 
proper recruitment procedures in the organization and this was a factor which 
attributed lack of proper succession planning. 
The relationship between staff training and succession planning in non-governmental 
organizations was found to be significant in non-governmental organizations. The 
respondents indicated that the organizations failed to offer training to their employees 
and thus lacked the skills to perform their duties which affected succession planning. 
The findings showed that there existed statistically significant relationship between 
organizational culture and succession planning in non-governmental organizations. 
The findings further revealed that the culture which existed in the organization was 
rigid and which could not accommodate succession planning in non-governmental 
organizations. 
The relationship between leadership style and succession planning in non-
governmental organizations indicated to be statistically significant. The respondent 
stated that the organization lacked participative leadership and thus failed to involve 
employees in decision making which affected succession planning in non-
governmental organizations 
The research findings indicated job analysis to have a positive relationship on 
succession planning in non-governmental organizations. The respondents indicated 
that the organization lacks proper job analysis and this greatly affected succession. 
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5.3 Conclusion 
The study findings indicate that recruitment is equally critical processes in the human 
resource functions of succeeding someone in an organization since it contains two 
critical elements of sourcing and selection. It was also apparent that decisions on 
whether to internally or externally source for the succession planning process involve 
training and the induction processes. 
The study findings depict that training helps to build the skills and knowledge of each 
employee which ensures that a company retains its workforce when they realize that 
the company is willing to invest in their personal growth and also increases output. 
Different methods should be used to ensure that what is learned is applied and training 
is a continuous process. 
The study established that the culture of the workplace promotes competitiveness 
through succession series. Information from the respondents showcased that 
employees tried to outperform each other and with an aim of earning recognition and 
appreciation from their superiors.  
Majority of the respondents from the research findings noted that effective leadership 
in the organization is achievable using progressive succession planning programmes 
that nurture future leaders. Also, evaluation through training and development which 
entails mentorship programmes ensures that employees are ready to take control of 
the organizational affairs. 
The findings also show that the application of job analysis results concerns succession 
planning and right skilling. It was noted that the information gathered through job 
analysis statistical skill gaps and to develop individual development plans for 
improvement in the current job or to aspire to the next level job. 
5.4 Recommendations 
5.4.1 Recruitment  
The success or failure of any institution is generally attributable to the calibre of its 
workforce, and quality depends mostly on how the recruitment exercise is conducted, 
which in turn depends on the staffing policy of the organization, the importance 
cannot be overemphasized. However, the organization should acquire the services of 
the right caliber of manpower and recruitment process must be sound.  
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5.4.2 Staff Training 
The organization should account for critical occupational and performance 
requirements to eliminate redundant training efforts, substantially reduce the 
unnecessary expenditure of training, and inform managers on key areas that need 
further assessment through continuous training. 
5.4.3 Organization Culture 
World Food Programme should ensure that every employee knows their roles and 
responsibilities in the organization. This will, in the long run, cultivate the culture of 
creativity and innovation which key when accessing employees‟ leadership 
capabilities. 
5.4.4 Leadership Style 
The management should implement a type of leadership that is friendly both to the 
workers and management. This can be implemented by ensuring that members of staff 
are involved in decision making on issues regarding succession planning. This can be 
initiated by engaging staff in open discussion and forums concerning succession 
strategies improvement and suggest a possible solution to it. This would ensure safety 
is maintained at all times, as employees would always be aware of the vision and 
mission of the organization. 
5.4.5 Job Analysis 
Job analysis can be employed to mitigate skill gaps using data and facts about 
employee performance and conduct. Based on this, the organization should analyze an 
employee‟s detailed work record and perform comparisons against other employees 
and groups. By doing this, the organization will be well informed on key areas and 
position to focus when evaluating talented employees to succeed their superiors.   
5.5 Suggestion for Further Study 
Further study should be carried on the factors affecting succession planning in other 
sector based on the fact that the study was limited to non-governmental organizations.  
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APPENDIX I: INTRODUCTION LETTER 
 
Alice A. I. Ochieng 
Po Box 64902 - 00620 
Nairobi - Kenya 
To whom it may concern 
Dear Sir/Madam, 
Re: Applied Questionnaire 
I am a student at the Management University of Africa, undertaking a bachelor degree 
in Management and Leadership. I am currently undertaking a research project on 
factors affecting succession planning in non-governmental organization in Kenya as a 
partial fulfillment of my degree requirements. Attached herewith is a questionnaire, I 
request you to read and complete the question on it. All the information you will 
provide will remain strictly confidential.  
If you are interested in the findings of this research, it shall be mailed to you upon 
request. Your cooperation and existence will be highly appreciated. 
 
 
Sincerely 
 
 
Alice I. A. Ochieng 
BML/14/00557/2/2016 
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APPENDIX II: RESEARCH QUESTIONNAIRE 
Kindly answer the questions by putting a tick in the appropriate box or by writing in 
the space provided.  
SECTION A:  GENERAL INFORMATION 
1. What is your gender?  
 Male    {    }           
 Female    {    }   
2. What is your age?   
 18-24 years  {    }           
 25-30 years   {    }  
 31-40 years  {    }           
 41 years and above  {    }      
3. What is your highest level of education? 
 Secondary   {    }           
 College    {    }        
 University   {    }      
 Post Graduate  {    }  
4. How long have you served in the organization? 
 Less than    {    }          
 1- 3 years    {    }          
 4- 6 years   {    }   
 7-9 years  {    } 
 10 years and above   {    }                    
SECTION B: RECRUITMENT 
5. Do you think recruitment affects succession planning in non-governmental 
organizations in Kenya? 
     Yes  {    }           No {    } 
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If yes, how often does your organization conduct recruitment programs? 
Very often     [   ]        Often      [   ]         Occasionally   [    ]     Never      [   ] 
6. What is the effect of recruitment on succession planning in non-governmental 
organizations in Kenya? 
 Very High        {    }     High     {    }     Moderate     {    }   Low  {    }  
7. In your opinion suggest ways in which recruitment can be enhanced to facilitate 
succession planning in non-governmental organizations in Kenya. 
 __________________________________________________________________
__________________________________________________________________
__________________________________________________________________
__________________________________________________________________ 
SECTION C: STAFF TRAINING 
8. Does staff training affect succession planning in non-governmental organizations in 
Kenya? 
 Yes   {    }       No       {    }        
 If yes, to what extent does staff training affect succession planning in non-
governmental organizations?  
 Very high extent {    } High extent {    } Moderate extent {    } Low extent {    } 
 9. Please indicate whether you agree or disagree with the following factors 
concerning relationship between staff training and succession planning. Rate on a 
scale of I to 5 where, 1 = strongly agree, 2 = agree, 3 = undecided, 4 = disagree 
and 5 = strongly disagree. 
Statement 1 2 3 4 5 
Training grooms high potential employees for 
future leadership roles. 
     
Succession planning and staff training programs 
are dynamic in nature. 
     
The responsibility of HR managers is to create 
training programs to equip employees with 
required skills  
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Organizations allocate resources to those who 
show greatest potential to hold future work 
positions.  
     
SECTION D: ORGANIZATION  CULTURE 
10. Does organizational culture affect succession planning in non-governmental 
organizations in Kenya?  
 Yes  {    }    No      {    }  
 If yes, how would you rate the influence of organization culture towards 
succession planning in non-governmental organizations? 
 Very High           {    }         High       {    }     Moderate      {    }   Low      {    } 
11. Please indicate whether you agree or disagree with the following statement 
concerning relationship between organization culture and succession planning. 
Rate on a scale of I to 5 where, 1 = strongly agree, 2 = agree, 3 = undecided, 4 = 
disagree and 5 = strongly disagree. 
Statement 1 2 3 4 5 
Organizational culture is relatively stable and 
resistant to succession planning in most organizations 
     
An organizations set of believes or values may hinder 
management decision towards succession planning 
     
Importing values and beliefs from external 
environment affects succession planning within an 
organization 
     
Beliefs, values, and norms regarding succession 
planning embody both tacit and explicit assumptions 
rooted in the culture of the organization 
     
SECTION E: LEADERSHIP STYLE 
12. Do you think leadership style affects succession planning in non-governmental 
organizations in Kenya? 
 Yes  ` {    } 
 No   {    } 
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If yes, how important is the role of leadership when making succession planning 
decisions? 
Very important  {    } 
Moderately important  {    } 
Neutral     {    } 
Not important   {    } 
14. Kindly indicate the extent to which you agree or disagree with the following 
statements concerning the effect of leadership style on succession planning. Where: 
1 = strongly agree, 2 = agree, 3 = undecided, 4 = disagree and strongly disagree. 
Statement 1 2 3 4 5 
Leaders should allow employees to participate in daily 
planning activities. 
     
The style of leadership should allow employees to have a 
direct influence on their work.  
     
Leadership is a leading strategy that offers inspiring 
motive to enhance the staff‟s potential, growth and 
development 
     
Leaders should encourage employees to think critically 
and seek new ways to approach their jobs as a way of 
stimulating their intellect. 
     
SECTION F: JOB ANALYSIS 
6. Do you think job analysis affects succession planning in non-governmental 
organizations in Kenya? 
 Yes      {    } 
 No    {    } 
If yes, how would you rate the influence of job analysis on succession planning in 
your organization? 
Very large extent   [   ] Large extent   [   ]   Moderate extent   [   ] Low extent [   ] 
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7. To what extent does job analysis affect succession planning in non-governmental 
organizations in Kenya? 
 Very high   {    } 
 High     {    } 
 Moderate              {    }  
 Low    {    } 
11. Please indicate whether you agree or disagree with the following statement 
concerning the effect of job analysis on succession planning? Kindly rate on a 
scale of 1 to 5 where, 1 = strongly agree, 2 = agree, 3 = undecided, 4 = disagree 
and 5 = strongly disagree. 
Statement 1 2 3 4 5 
Many organizations consider succession planning as 
a means  to manage organization resources 
     
Job analysis is used by NGOs to prepare employees 
of future positions 
     
Job analysis possess a much better knowledge of 
their employee‟s strength and limitations 
     
Job analysis enables organization to prepare 
performance appraisal reports before making 
decisions on job succession 
     
Thank you for your cooperation 
